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Introduction
WHO ARE WE?
Funded by a Bush Foundation Community Innovation grant, the Brookings Inclusive
Collaborative is a coalition of community members and business partners who are
conducting research, developing programming, and using community-based problemsolving to sustain conversations about diversity and inclusion in our community.
The principal investigator and leader of the grant team is Dr. Becky Kuehl, Associate
Professor and Associate Director in the School of Communication and Journalism at
South Dakota State University (SDSU). Co-principal investigator on the grant team is
Dr. Molly Enz, Professor of French and Global Studies at SDSU. Team members include
representatives from SDSU, the Brookings School District, the Brookings Economic
Development Corporation, the Brookings Area Chamber of Commerce, Vision
Brookings, and the Brookings Human Rights Commission. The team was assisted by a
community deliberation moderator and consultant, Dr. Sara Drury, Associate Professor
of Rhetoric at Wabash College.
WHAT IS THIS REPORT ABOUT?
The Brookings Inclusive Collaborative held a series of Community Conversations on
Diversity and Inclusion between April and September 2021. The conversations brought
community members together to address the challenge of communicating across
cultural differences and the need to foster a climate of inclusion in Brookings. These
events were an opportunity for community members to come together and consider
these issues with fresh eyes, fresh ideas, and a fresh dialogue. Participants considered
approaches to inclusion across cultural differences, expressed their concerns and
experiences, and ultimately identified priority actions to improve inclusion in
Brookings.
To engage the community in problem solving and decision-making, the Brookings
Inclusive Collaborative team decided to use a process called “public deliberation” for the
community conversations. Public deliberation involves researching an issue from
multiple perspectives, identifying key stakeholders and their concerns, educating
community members about the facts of the issue, and then creating spaces for
community members to discuss different approaches to improving the issue in their
community.
WHAT DID THESE COMMUNITY CONVERSATIONS ENTAIL?
To engage a wide range of community members, the Brookings Inclusive Collaborative
held two public deliberation events: (1) an in-person event at the Swiftel Center on April
17, 2021; and (2) an online event over Zoom on April 24, 2021. Additionally, to ensure
that diverse voices were represented, the grant team engaged in a number of
deliberative focus groups,1 which are follow-up conversations with culturally diverse
employees, from June through September 2021. In total, 37 people from the Brookings
Such focus groups represent “enclave deliberation groups,” referring to a subgroup within a system of
community deliberation that focuses on having a deliberative conversation within a group with common
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community participated in the two April community conversations. Additionally, 33
culturally diverse employees participated in the deliberative focus groups. In sum, 70
people participated in the community engagement process.
WHAT DOES THIS REPORT CONTAIN?
This report analyzes the data from the public deliberation events and follow-up
conversations and is divided into two parts. First, the report presents a summary of the
issue, relying on research conducted in the community. Second, the descriptive analysis
section highlights participant perceptions of the problem and their conversations on
each approach. Quotations from transcripts help illustrate particular aspects of each
approach. This section also includes a summary of preferred actions.
This report is not meant to be a complete portrayal of public opinion in Brookings, but
the research team did undertake significant efforts to involve members from across
various groups in the community, including different industries such as
agriculture/dairies, manufacturing, higher education, service/retail, and healthcare.

Understanding the Issue: The Status of
Diversity and Inclusion in Brookings
INTRODUCTION
To understand more about diversity and inclusion in Brookings, researchers from the
Brookings Inclusive Collaborative team held focus groups with many different people in
the community, including the following stakeholder groups: business leaders and
human resources professionals, culturally diverse employees, K-12 educators, faithbased leaders, and long-term (10+ years) Brookings County residents. The stakeholder
groups represented a wide range of perspectives about Brookings and included new- and
long-term residents. Between August-December 2020, the team held 14 focus groups
with 83 participants.
Based upon data from the stakeholder focus groups, the research team created a
Community Conversations guide for the public deliberation events and follow-up
deliberative focus groups. This guide is modeled on a National Issues Forum-style
deliberative framing, which lays out the problem and three potential approaches
towards alleviating that problem.2 Each approach has a variety of actions and potential
actors that could begin to impact the community on this issue. The goal of a deliberative
guide is to encourage conversation about the problem from a variety of perspectives,
working through those perspectives to identify the best—and therefore, preferred—
approach for a community to begin addressing a public issue.

demographic characteristics. See Abdullah C., Karpowitz C., & Raphael C. (2016). Affinity groups, enclave
deliberation, and equity. Journal of Public Deliberation, 12(2). https://doi.org/10.16997/jdd.258
2 For more on the National Issues Forum and deliberation, visit http://www.nifi.org
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In what follows, we summarize this research, which became the basis of the Community
Conversations Guide (see Appendix A). It is first valuable to begin by defining common
terms:
By diversity, we mean the range of human differences that includes (but is not
limited to) language, religion, race/ethnicity, nation of origin, sex, gender, sexual
orientation, physical ability, age, and socio-economic status.
Inclusion means the feeling of being included, respected, and valued within a group
or community.
DIVERSITY AND INCLUSION IN BROOKINGS TODAY
Community research revealed Brookings has a variety of diversity across cultural groups
(see Appendix A, Community Conversations Participant Guide, for data). However,
some Brookings employers struggle with recruiting and retaining culturally diverse
employees. This is intertwined with the issue of a lack of community inclusion.
Held before the conversations, a series of focus groups allowed the research team to
learn more about how people experience cultural differences in the workplace and
whether they consider themselves part of the Brookings community. Based on their
responses, support for diversity and inclusion in Brookings seems to be growing, and
some employers have already made strides towards supporting initiatives and
programming related to enhancing inclusion.
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However, in examining people’s comments across the above stakeholder groups, five
aspects related to the problem of a lack of inclusion in Brookings emerged:
 Racism and microaggressions;
 Language barriers;
 Difficulty recruiting diverse employees and leaders;
 Discomfort talking about cultural differences; and
 Lack of belonging to Brookings.
Each of these aspects is explained in detail in the Community Conversations Guide
(Appendix A).
APPROACHES TO ADDRESS THE PROBLEM
The guide then moved on to suggest three approaches to enhance inclusion in
Brookings. Each approach offered arguments for the approach, possible actions, as well
as possible concerns that would need to be addressed or alleviated for the approach to
have success. The three approaches in the community conversations guide were:
 Approach 1: Embrace and Celebrate Our Diverse Community
 Approach 2: Educate to Welcome, Reconcile, and Protect Against Future Harm
 Approach 3: Encourage Diversity- and Inclusion-Centered Growth Across the
Community
The guide stressed that the three approaches were not necessarily exclusive of one
another, but rather provided a framework to encourage the deliberative process of
perspective taking on a public problem before moving to public judgment. Furthermore,
the guide also encouraged participants to think broadly about who could be involved,
including families, businesses, community members, health care professionals,
nonprofits, churches, government, and more.
IN-PERSON EVENT
At the in-person community conversation, members of the community gathered at the
Swiftel Center. They were welcomed by Brookings Inclusive Collaborative team leaders
Dr. Becky Kuehl and Dr. Molly Enz. The participants broke into 4 tables, each of which
had a facilitator and notetaker. The in-person event was 3 hours long, and roughly
adhered to the following schedule:
Welcome and breaking into groups
Framing the issue
Discussion of Approach 1
Discussion of Approach 2
Discussion of Approach 3
Identifying Preferred Actions
Closing remarks

30 minutes
30 minutes
10 minutes
15 minutes
5 minutes
15 minutes
5 minutes
15 minutes
5 minutes
20 minutes
10 minutes
5 minutes
4

Large group
Small groups
Reporting back to large group
Small groups
Reporting back to large group
Small groups
Reporting back to large group
Small groups
Reporting back to large group
Small groups
Reporting back to large group
Large group

VIRTUAL EVENT
At the online Zoom event, participants were welcomed by Brookings Inclusive
Collaborative team leaders Dr. Becky Kuehl and Dr. Molly Enz. Dr. Sara Drury joined
the team as the deliberation expert and moderator. Dr. Drury introduced the topic and
laid ground rules for the conversation. Participants then broke into 4 breakout rooms
on Zoom, each of which had a facilitator and notetaker. The online event was 2 hours
long, and roughly adhered to the following schedule:
Welcome and breaking into groups
Framing the issue
Discussion of Approach 1
Discussion of Approach 2
Discussion of Approach 3
Identifying Preferred Actions
Closing remarks

10 minutes
20 minutes
10 minutes
15 minutes
5 minutes
15 minutes
5 minutes
15 minutes
5 minutes
10 minutes
5 minutes
5 minutes

Large group
Small groups
Reporting back to large group
Small groups
Reporting back to large group
Small groups
Reporting back to large group
Small groups
Reporting back to large group
Small groups
Reporting back to large group
Large group

At the closing of each of the two community conversations, members of the community
took surveys to evaluate their experience.
Additionally, to ensure full participation from diverse community members, the
Brookings Inclusive Collaborative team also held five follow-up deliberative focus
groups with employees who self-identified as culturally diverse. The researchers
recruited participants through the assistance of the team’s community partners. The
participants were recruited from across the following industries in Brookings County:
agriculture/dairies, healthcare, manufacturing, higher education, and retail/food
service. The follow-up deliberative focus group discussions were structured through the
same Community Conversations participant guide that was used at the public
community conversations.
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Analysis from the Community Conversations
on Diversity and Inclusion in Brookings
The analysis below represents prominent ideas from the community conversations. We
have also included material from the follow-up conversations where it is additive, noting
so in the text. However, for the most part, the follow-up conversations largely reflected
similar themes as the discussions in the community conversations.
OPENING ROUND: WHAT BROUGHT US HERE
The first set of questions in the community conversations invited members of the
community to introduce themselves and share about what brought them to the
conversation. Some shared they attended the event because of a personal interest in
wanting to make the community more inclusive. Some were motivated by concern for
their own family members, particularly the impact on children with diverse ethnic and
racial backgrounds (T3, R4). Others felt like they wanted to help Brookings “be a better
community” (T1, R4, FG2). Still others were invited to come by those in the community
promoting diversity (R4). Nearly every breakout group had some individuals who came
to the event motivated by professional interest relating to their job or position, including
local businesses, human resources, education, and government.
Community members also shared about their backgrounds during this segment of the
conversation; participants came from a wide range of racial, ethnic, religious, and
geographic backgrounds. Additionally, the post-deliberation groups sought to bring
together those who might not have been able or felt comfortable to attend a public
meeting, specifically employees who self-identify as culturally diverse.
The next set of questions in the opening stage asked community members to share what
part of the problem seemed most pressing to them, or with which they identified.
Community members had been given the discussion guide in advance of the meeting,
and several groups took time to review it as part of their discussion. The guide offered
five overarching themes representing aspects of the problem: racism and
microaggressions, language barriers, difficulty recruiting diverse employees and leaders,
discomfort talking about cultural differences, and lack of belonging.
Many community members shared how they saw the central challenges as both global
and local, reflecting broader challenges of racism and homophobia. Community
members shared their experiences of racism in the community, with a prominent theme
being how children are impacted in schools and community settings. Other groups
talked about experiences that othered the LGBTQ+ community; for example, pride flags
disappearing (T2).
Community members resonated with the theme of “racism and microaggressions,”
adding evidence to this aspect of the problem from their experiences. Several
community members witnessed microaggressions against others or had been on the
receiving end themselves; of note is that community members in multiple groups shared
6

that their child had been the target of microaggressions
(T2, R3, R4, FG5). A majority of the deliberative focus
groups also mentioned that microaggressions are a
challenge in the community, noting instances at work, in
the community, and in schools (FG2, FG4, FG5).
Community members assessed both productive and
negative elements of addressing inclusion in Brookings.
On the positive side, individuals shared that they knew
their business wanted to hire diverse people; on the
negative side, there seemed to be barriers to applying,
such as the application and resources being only in
English at some businesses. Others shared about the
challenges of language barriers in the community,
although some noted efforts to bridge these divides (FG1,
FG5).

“Definitely racism exists and
so does microaggression. I've
felt that myself…I've seen my
friends facing
microaggressions, but the lack
of resources and advocacy
here in town, it's difficult for us
to navigate that path a little bit
in terms of employment…I
think it's just the lack of
exposure here from the locals.
Sometimes they just don't
know what to say or how to
react. I'm not saying that
they're doing it intentionally…
Maybe raising awareness and
having education on diversity
would help.”
-Deliberative Focus Groups

Some groups mentioned steps that had been taken, such
as support for the LGBTQ+ community in schools and at
cultural events and the overall diversity of the
community (R3, R4). However, a lack of support for
inclusion was noted at several groups. For example, one
community member summarized, “At a baseline, how
can we meet [the goals of inclusion] when there’s a fairly significant portion of the
community…who doesn’t even believe there’s racism here?” (R2).

Overall, there seemed to be a feeling of a lack of coordinated leadership around
inclusion in the community: participants expressed that not everyone knows what is
there and happening (R3), and there needs to be overall better support and allyship
from the community (R4, FG1).
After exploring aspects of the problem within their groups, the community members
next moved to discussing three approaches to addressing the problem. These
approaches offered a range of actions, and each approach had benefits and tradeoffs for
the community members to consider. The goal of talking through each approach, as
shared by event organizers, was to encourage working through the issue of promoting
inclusion in Brookings.
APPROACH 1: Embrace and celebrate our diverse community.
This approach seeks to increase awareness, understanding, and appreciation of the
diversity of residents in Brookings. Having a diverse community means promoting
inclusive spaces in professional, residential, and recreational life, so all community
members have the opportunity to thrive, fully embracing and celebrating cultural
differences.
Community members noted that elements of this approach resonated with strengths
present in the Brookings community. For example, Brookings has a number of
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organizations that support diversity and inclusion, such as “the Interfaith Council,” the
“Multicultural Center,” “PFLAG” (which is the first and largest organization for
LGBTQ+ people, their parents and families, and allies)3, and the “Human Rights
Commission” (T1, R1, FG1, FG5). Brookings recently received a 100% score for diversity
from the Municipal Equality Index (T1). The school system is very diverse, and the
university has a variety of programming around diversity, especially for international
and indigenous community members. Community events, such as the Hispanic food and
culture day in Pioneer Park, are “really exciting to go to” (T4). Community members
shared that there are existing events to support, such as a Juneteenth celebration, Pride,
and Wacipi (T2, FG2, FG4).

“Inclusion is for
everybody. Suitable jobs
for people with
disabilities, having more
office-type jobs, call
centers, tech companies,
those types of places.
Bringing those jobs into
the Brookings
community.”
-Community
Conversations

Every group talked about the need for the
community to better coordinate the efforts to
welcome and include all members of the
community. As one group put it, everyone needs a
place to “thrive” and grow (T4). Some participants
shared that they have lived in Brookings for many
years and have realized that people have not always
created welcoming spaces for Brookings residents
(T1, T2, FG5). Efforts to welcome all members of the
community could extend into business and industry
as well. One table noted the importance of
expanding access for people with disabilities in local
businesses; another discussed that there needed to
be more support for hiring immigrants; and another
talked about the importance of actively seeking
diverse workers to move to Brookings.

As the groups identified needs for greater coordination, they also found some challenges
to be managed with this approach. One major tension discussed was how to bring allies
into the efforts so that marginalized group members are not over-burdened. Diverse
representation must “involve buy-in from marginalized groups,” which can lead to
“fatigue” over time (R2, FG3, FG4). Another tension pointed to the challenge of
publicity and organization, noting that while it may be difficult to ask the media to cover
events, local groups could do a better job with public relations to promote diversity- and
inclusion-related events (R3, FG4, FG5).
Several groups noted the challenges of overcoming personal hesitancy and fear, implicit
bias, and “anti-attitudes.” A couple of community members acknowledged that while
racism is a “national problem,” it is present and needs to be addressed in Brookings (R4,
FG3). Two groups noted that while it may not feel satisfying in an educational sense,
local food and events could be a way to foster inclusion—rather than celebrating
midwestern/pioneer culture, international and Native American perspectives could also
be seen as “local” (R1). Having events be “all cultures” may encourage more community
members to attend and then experience different cultural perspectives (T4).
3

PFLAG’s mission is taken from https://pflag.org/about
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One group noted that a challenge is how political everything feels, with a community
member sharing that a friend told them inclusion feels political and ideologically “left”
in Brookings; the community member explained that work was needed to make
inclusion a human rather than a political issue (T1). As groups explored these
challenges, community members also brought up that inclusion can also “feel
dangerous” for members of diverse communities, given past negative experiences in this
community and elsewhere (T3).
As the groups worked through this approach, they suggested
a variety of actions that could be taken to address these
concerns. Many actions focused on changes to the local
school system, including adding more language instruction
and cultural diversity into the curriculum (T1, R1, R3, FG1,
FG2). Specifically, a bilingual Spanish school seems like a
good step for the community; a couple of community
members noted that Sioux Falls has such a school, and the
local elementary school in Brookings used to have more
Spanish inclusion, so there may be a useful historical model
to re-create (T1, FG2). The schools could also work to provide
materials to families in multiple languages (R2).

“Brochures with laws
should be published
in several languages
as well as rights and
obligations.”
-Deliberative Focus
Groups

Given the diversity in the schools, other groups suggested that the schools should “hire a
cultural liaison” position to serve as a bridge and recognize the significance of the need
and importance of this work (T3, FG2). Other suggested actions included encouraging
greater language accessibility in materials from government and businesses (R2) and
having businesses celebrate diversity with signs and expressing their employees’
backgrounds (R2).
Several groups expressed enthusiasm for more community events, and the need to
center these events on Main Street, in the parking lots of major businesses, and focus on
the community (with food). A few groups noted that while there are a number of events
from SDSU, it might be more inclusive and strategic to have these events come from
“City Hall rather than the university” (R1, FG2, FG4, FG5).
Groups also drew attention to the challenge of feeling like programs at SDSU were
helpful for students, faculty, and staff at the university, but needed greater participation
or to be opened to the whole community (T1, T2, T4, R3, R4). Events could be better
advertised to the community to create intentional connections (T1, T2). Other tables
noted that a first step to overcoming fear would be to create “conversation starters” for
allies to invite others to events; while this “seems small,” shared one community
member, it would help to normalize the conversation and actions of inclusion (T3).
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APPROACH 2: Educate to welcome, reconcile, and protect against future harm.
This approach recognizes that some members of our community have been and continue
to be marginalized and seeks to use education to better welcome and protect all in our
community. People can increase their knowledge about cultural differences and work on
developing their intercultural competence skills.
This approach resonated with several groups who saw it as a way of enhancing and
improving efforts in Brookings. Enthusiasm for this approach across the groups focused
on the need for programming, while balancing tradeoffs of participation, quantity, and
quality.
One past example action that fit into this approach was the
creation of “Welcome” signs. These signs were made
available after a racist epithet was posted on a community
member’s garage, as discussed in two groups, and the goal
was to visually demonstrate a welcoming community. Four
groups discussed the importance of the visual presence of
the sign; for example, one community member shared that
the signs were a “visual help when we first moved here,”
because it showed a welcoming community (T3).
Despite efforts like the sign, some community
members expressed that it still feels like “two
different Brookings,” and that they do not feel
welcome even after years of living in the community
(T1). In the majority of groups, community
members shared stories of racism and harassment,
demonstrating the challenge of overcoming bias
and racism while trying to welcome, reconcile, and
protect diverse community members.
Many of the actions suggested by community members while discussing this approach
focused on creating opportunities for participation in training. Three groups explored
ways that the community could build on existing activities and improve offerings,
elaborating that cultural events could have more educational focus (T1, T2, FG1), and
neighborhoods could start more block parties and local connection events (FG2).
Members of the community also called for greater communication and publicity for
events, sharing challenges of learning what was going on (FG4, FG5). Additionally,
while one group noted that “Coffee with Cops” is a good event, they also suggested
offering it at different times so that different shifts of working community members
could attend (T1). Another group talked about the importance of involving children
because this will teach inclusion to the next generation (R2).
There was also a need, two groups noted, for events where listening across differences
was encouraged (T3, T4). As one community member explained, dialogue offers “a space
where you have people with different views” who listen and seek to “expand our
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knowledge base on our differences” (R4). SDSU has models for these sorts of events,
such as Difference is Dialogue and “talking circles” that allowed everyone to share (T4).
While the university offers these programs, to expand to the broader community, a few
groups cautioned that SDSU should not be the primary driver of trainings and education
because that is sometimes viewed as only for the SDSU community. Instead, such
trainings and education should come from the broader community to be more inclusive,
and SDSU could be a partner or supporter (R2, FG2, FG5).
Two groups discussed how to eliminate barriers to participation in community events.
Central to eliminating barriers is raising awareness of an equity mindset (T3), through
both events and trainings. For example, one group noted that some events are held in
state parks, which have entrance fees. Questions were raised about whether a
community business or group could cover that fee for the event (T1).
When addressing the quantity and quality of trainings, many groups highlighted the
need for anti-bias, upstander, and de-escalation trainings across the community. These
sorts of trainings could include institutions and government, law enforcement,
businesses, and teachers in schools. Every group noted the importance of making sure
the trainings did not do harm to diverse community members. One community member
shared that trainings and dialogues must be done by experts, because if marginalized
community members do not feel “protected,” they may “pull back” (R3), or could be
harmed by a poor training or session. Additionally, trainings should be “consistent and
followed up on,” and represent a sustained effort over time (T2, R1, R4, FG3, FG5).
APPROACH 3: Encourage diversity- and inclusion-centered growth across the
community.
This approach recognizes that cultural diversity and inclusion are vital to economic
sustainability and growth in Brookings and South Dakota. As such, it prioritizes
coordinating and supporting the development of business, entrepreneurship, and
cultural opportunities.
As the groups began to discuss this approach, common themes emerged about the
challenges for Brookings reflecting the challenges of South Dakota’s overall “brain
drain” and state politics. For example, one group noted challenges between the
indigenous communities and the state that are both historic and current (T1); another
discussed the challenge of needing to “just hire” to keep industry going (R4).
Several groups touched on themes relating to how businesses and the community could
make new, diverse employees feel welcome. One group suggested intercultural
mentoring (R2), others gave the idea of adding diversity materials to welcome packets
(T2, FG5). One group spent time discussing how a community welcome committee
could be formed to highlight how to welcome from a diverse perspective, particularly
respecting Brookings as being located on the ancestral territory of the Oceti Sakowin
(Seven Council Fires): “I would want there to be diversity [represented] if we are trying
to do a Welcome Wagon, for instance” (T3, FG2).
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Groups identified actions that would encourage inclusion-centered growth in businesses
and in the community. First, several groups talked about ways to “make the case” for
diversity. One group suggested that the City of Brookings could do a better job
publicizing statements of diversity (T4);
another suggested that numeric and economic
data as to “why culture and diversity is good
“Sometimes we don't know where
for the economy” would be persuasive to
to go. I didn't know. How would
businesses (R4). Three groups discussed that
you find that out? How do we share
there needed to be a study of what needs were
the opportunities? Maybe they're
present in the community, such as hair stylists
already here, but how
who knew how to cut Black hair or markets for
do we find out about that?”
international cuisine and cooking (T1, R2, R3).
-Deliberative Focus Groups
Once needs are identified, then the area
Chamber of Commerce or local government
could better encourage “loans for ethnic businesses” (T1, FG5).
Second, multiple groups talked about the need for Diversity, Equity, and Inclusion
(DEI) boards in local organizations and businesses, which can be a way to connect
across the community and also raise awareness (T3, FG1). However, a group cautioned
that people needed to be “compensated” for labor and knowledge sharing around DEI
education and action (T3). They stressed that these boards need to include outspoken
and active allies while centering the needs of diverse community members.
Third, many groups discussed that encouraging growth may require resources in
education and affordable housing in order to encourage people to move to and work in
Brookings (T1, T2, T3, R1, FG3, FG4). For example, various groups discussed whether
Brookings could take better advantage of state programs to encourage young people to
be retained as workers “and have them build our communities” (T2, FG5). Finally,
multiple groups made the point that encouraging growth needs to not only be “inviting
in” but also “going out” and making everyone feel welcome and supported (R1, R3,
FG2).
IDENTIFYING PATHS FORWARD
After the discussion of the three approaches, community members at both events
identified what actions seemed most important to increase inclusion in Brookings. In
this stage of the deliberation, the two events differed slightly due to time and location
constraints. At the in-person event, members discussed their preferred actions, with
instructions for groups to identify 2-3 actions that they felt would be most important.
Seven of the eight groups identified actions from Approach 2: Educate to welcome,
reconcile, and protect. This approach clearly resonated strongly with community
members, although many groups also noted the importance of bringing together ideas
from all three approaches discussed at the event. A selection of the actions most
mentioned fit into the three themes below.
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First, many community members hoped that this
conversation could begin collaborations across the
community. This could take the form of workshops and
trainings, noting the importance of anti-bias training,
educating across generations, and training for local law
enforcement and government. A few community members
identified themselves as a leader of an organization or
business interested in helping but were not sure the best
ways to move forward. Trainings would help more people
encourage inclusion in different settings. These sorts of
trainings could become a “foundational bedrock of hearts
and minds and getting people to see what the issues are and
actually pay attention to them” (T4). Other groups hoped
for more collaboration from community organizations for
events, such as “Downtown at Sundown” (R2, FG3, FG5),
local festivals (T4, FG1), and coalition building
(R1, R3). Another group expressed enthusiasm for these community coalition actions
but cautioned that success would require that many different organizations work
together (R4). Other groups saw an important part of welcoming and promoting
diversity to be improving communication and connections (FG4). Finally, there was also
a clear call to have more welcome signs produced for the community, with
communication about where to pick them up.4
The second theme focused on the importance of
bringing new diversity and inclusion activities and
education into the Brookings K-12 school system (T2,
T3, R1, FG1, FG5). Creating additional diversity and
inclusion activities for the school system was seen as a
central action for creating positive change in the
community (T4, FG1). To do these activities, school
staff need to develop greater intercultural competency
and skill at leading these kinds of activities. Groups
called for more trainings, such as intercultural
competence training, for school employees, so that
teachers and administrators would be better prepared
to respond to challenging situations. Trainings could
be a part of continuing education for teachers (T3,
FG5). Other actions stressed how diversity training
and awareness could be included in activities for young
people in the schools. Some groups called for support
from key leaders, such as the school board and
administrators.

The Brookings Human Rights Commission and City of Brookings have produced new welcome signs
with the words, “Diversity is what makes Brookings great” (see page 10). For more information, see
https://www.cityofbrookings-sd.gov/CivicAlerts.aspx?AID=3660.
4
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Finally, there was interest in creating sustainable
structures to enhance inclusion. The term
“sustainable structures” refers to a range of actions
that would encourage support for inclusion in
Brookings with the goal of long-term impact. One
group noted that community events needed to be
accessible for all, and therefore businesses and
organizations would be required to step up to cover
the costs of supporting events. Additionally,
organizational work was seen as needing to come
from across the community, drawing on the work of
allies and not over-taxing persons of color. Two
prominent suggestions for sustainable structures
included “train the trainer” models (T3, FG4, FG5)
and helping businesses collaborate together (T1).
Many groups noted that promoting diversity and
inclusion was a long-term goal and would need longterm energy and consistent support to encourage
greater change in Brookings.
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Appendix A

COMMUNITY CONVERSATIONS
ON DIVERSITY AND INCLUSION
IN BROOKINGS
PARTICIPANT GUIDE (AMENDED MARCH 1, 2022)

OUR FUTURE IS DIVERSE.
HOW CAN WE PROMOTE
INCLUSION IN BROOKINGS?
The Community Conversations on Diversity and Inclusion in Brookings are an opportunity
for community members to come together and consider inclusion in Brookings with fresh
eyes, fresh ideas, and a fresh dialogue. Our conversation today will consider different
approaches for enhancing inclusion in both workplaces and in the Brookings community.
This guide introduces the concept of inclusion across cultural differences, explains
concerns, and presents three potential approaches to enhancing inclusion in our
community. These approaches are not the only possible responses to the issue. Instead, they
represent different ways that our community can act based on community voices.
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ISSUE SNAPSHOT:
CULTURAL DIVERSITY IS HERE IN BROOKINGS
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The United States Census Bureau (2015-2019 estimates) noted that 11.9 percent of
Brookings County residents live in poverty.1
The U.S. Census Bureau (2015-2019 estimates) also reported that 20.6% of Brookings
County residents are under the age of 18, with 12.5% of residents over the age of 65. Six
percent of residents under the age of 65 have a disability.2
The American Immigration Council estimated that in 2018, 4 percent of South Dakota
residents were immigrants, and an additional 4 percent were native-born U.S. citizens
with at least one immigrant parent. Immigrant workers made up 5 percent of the state’s
labor force in industries such as manufacturing, health care, and food services.3
Using one industry as an example, Brookings County has 19 dairies where employees and
managers come from diverse cultural backgrounds.
Students currently enrolled in the Brookings School District speak more than 20
languages representing more than 25 countries.
In 2018, 2019, and 2020, the City of Brookings received a perfect score on the Human
Rights Campaign’s Municipal Equality Index (MEI), which evaluates cities yearly on a
variety of municipal criteria that affect the LGBTQ+ community.4

Overall, some Brookings employers struggle with recruiting and retaining culturally diverse
employees, which is intertwined with the issue of community inclusion. Supporting inclusion in
local businesses and the Brookings community affects everyone. Businesses, employees, schools,
residents, and many other groups are all affected by inclusion in our community.

FOCUS GROUPS ABOUT CULTURAL DIVERSITY & INCLUSION
In preparing for this Community Conversation, researchers from the Brookings Inclusive
Collaborative (BIC) team held focus groups with many different people in the community,
including the following stakeholder groups: business leaders and human resources
professionals, culturally diverse employees, K-12 educators, faith-based leaders, and long-term
(10+ years) Brookings County residents. The stakeholder groups represented a wide range of
perspectives about Brookings and included new- and long-term residents. Between August –
December 2020, we held 14 focus groups with 83 participants.
The BIC team used focus groups to learn more about how people experience cultural differences
in the workplace and whether they consider themselves part of the Brookings community. Based
on their responses, support for diversity and inclusion in Brookings seems to be growing, and
some employers have already made strides towards supporting initiatives and programming
related to enhancing inclusion. However, in examining people’s comments across the above
stakeholder groups, many community members identified aspects that deserve attention in
order to make Brookings a more inclusive community.
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ASPECTS OF THE PROBLEM: CHALLENGES TO
ENHANCING INCLUSION IN BROOKINGS
RACISM AND MICROAGGRESSIONS

While many people discussed that they felt welcome in
Brookings, others pointed out occasions where they observed
or experienced racism or microaggressions. Instances occurred
during school, public interactions, or encounters at local
businesses. Some participants said they observed these
interactions happen but did not intervene because they did not
know what to say or do.

“I have a …daughter who wants to
play volleyball. There has been
conflict with the coach and some of
the other players. It feels like it’s
because [of her nation of origin].”
– Brookings Culturally Diverse Employee

LANGUAGE BARRIERS

Because the community is diverse, there are challenges in
accessing important documents, information, and
communications from workplaces, schools, and community
organizations, if English is not someone’s first language. For
example, the lack of access to translated documents or
interpreted messages can keep some community members
from participating in events or receiving key information.
Having school materials in multiple languages is a clear
community need.

“How is it that we haven’t thought to
find somebody… to translate these
into Spanish or whatever other
languages we have parents
speaking in this [school] district?”
– Brookings K-12 Educator

DIFFICULTY RECRUITING DIVERSE EMPLOYEES & LEADERS

Business leaders and HR professionals expressed that they try
to recruit diverse employees but sometimes struggle with a
lack of diversity in their applicant pool. Some people noted a
lack of representation of diverse cultures when looking at
business leaders, teachers, and community leaders. Others
brought up how having culturally diverse educators would be
beneficial to everyone in the community, especially children.

“I think in the school system I would
love to see more diverse teachers.”
– Brookings Long-Term Resident

DISCOMFORT TALKING ABOUT CULTURAL DIFFERENCES

People often noted the difficulty or discomfort in speaking
about cultural differences such as race, gender identity, or
ability status. Some people discussed how they might not know
what to say or how to act if there was conflict because of
cultural differences. Others mentioned that they were worried
about saying the wrong thing, or of being perceived as offensive
when they were trying to interact in a respectful way.

“When you sit in a position of
privilege, how do you even open up
the conversation? I think that’s so
hard for people.”
– Brookings Business Leader/HR Rep.
Professional

LACK OF BELONGING TO BROOKINGS

While some people discussed that they did feel a strong sense
of belonging to Brookings, many of those people disclosed that
they had grown up in Brookings or in South Dakota. Some
culturally diverse employees emphasized that they feel
connected to their employer but not to the larger Brookings
community. People may want to engage with the larger
Brookings community but don’t always know how to do so, or
even where to start.
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“I mix pretty well and I do a lot to
try to reach out to different
communities. It’s not that I feel
totally excluded… I haven’t really
felt like I belonged anywhere.”
– Brookings Long-Term Resident
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APPROACH 1:
EMBRACE AND CELEBRATE OUR DIVERSE
COMMUNITY
This approach seeks to increase awareness, understanding, and appreciation of the
diversity of residents in Brookings. Having a diverse community means promoting
inclusive spaces in professional, residential, and recreational life, so all community
members have the opportunity to thrive, fully embracing and celebrating cultural
differences.
POTENTIAL ACTIONS TO SUPPORT THIS APPROACH
BUSINESSES AND ORGANIZATIONS CAN:
 Support employees’ cultural beliefs, needs, and expressions.
 Recognize a wide variety of religious and cultural holidays and host inclusive
celebrations.
 Provide flexible leave time for those who have to travel long distances to visit family.
 Highlight and provide support to diverse groups in Brookings.
 Continue to promote networking events for business owners in the area.
 Coordinate coaching opportunities for culturally diverse young entrepreneurs.
 Offer programs to welcome employees and provide multi-lingual programming
(e.g., ESL classes, Spanish-language recreational programming).
THE COMMUNITY CAN:
 Develop and support intercultural spaces, activities, and festivals (e.g., Brookings PRIDE
Celebration, SDSU Cultural Nights) that promote cultural expression.
 Provide, promote, and coordinate learning opportunities, and generate interpersonal
connections across all age groups.
 Increase intercultural engagement and encounters.
 Encourage individual members to attend local events to show support.
 Display “All Are Welcome Here” signs at homes and workplaces.
 Support legislation that celebrates diversity.
OTHER POSSIBLE ACTIONS:
 Media outlets can feature culturally diverse leaders in business, education, etc.
 The Brookings School District could hire a cultural liaison to serve as a bridge
between the various schools, educators, parents, and community.
 The Brookings Economic Development Corporation (BEDC) can continue to publicize
community information for newcomers to the community.
 And other actions…

POTENTIAL TRADEOFFS TO THIS APPROACH
 Businesses may receive complaints regarding varied leave policies or be unable to
provide paid, extended leave.
 Changes to the work environment may result in tension among employees.
 Community organizations and institutions may not be able to provide the considerable
funding and coordination needed to host festivals and other community activities.
 Community events may pose a safety risk to diverse members of the community.
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APPROACH 2:
EDUCATE TO WELCOME, RECONCILE, AND
PROTECT AGAINST FUTURE HARM
This approach recognizes that some members of our community have been and continue
to be marginalized, and seeks to use education to better welcome and protect all in our
community. People can increase their knowledge about cultural differences and work on
developing their intercultural competence skills.
POTENTIAL ACTIONS TO SUPPORT THIS APPROACH
INDIVIDUALS AND ORGANIZATIONS CAN:
 Offer opportunities for culturally diverse people to share
stories of living in Brookings with the community, recognizing
and processing identity-based trauma.
o Examples include the Spring 2021 Brookings Human
Rights Commission’s Listening Sessions and SDSU’s
Wokini Initiative and land acknowledgment statement.
 Seek consistent training in best practices of diversity and
inclusion for businesses, government, and community spaces.
 Support public campaigns to promote inclusivity in Brookings,
like the “Neighbors” sign campaign (see image to the right).
SCHOOLS, BUSINESSES, AND GOVERNMENT CAN:
 Offer workshops for staff on intercultural competence, bias, and micro aggressions,
including positive interventions.
o For instance, several community groups and organizations already offer
upstander trainings to support LGBTQ+ individuals.
 Train employees and community members in de-escalation techniques.
 Offer translated materials both in print and online to increase access to information and
services.
 Create resources and spaces that accommodate employees with disabilities.
OTHER POSSIBLE ACTIONS:
 And other actions...
POTENTIAL TRADEOFFS TO THIS APPROACH
 Poor design, implementation, and support for community listening sessions or trainings
can compound trauma, promote stereotypes, and/or deepen divides.
 Workshops may not be mandatory and would need to be led by experienced
professionals, which will cost time and money.
 School staff is already underpaid and overworked, which makes adding more workshops
and responsibilities difficult.
 Translated materials and interpretation services can be costly and ineffective if language
access is not available in the delivery of services.
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APPROACH 3:
ENCOURAGE DIVERSITY- AND INCLUSIONCENTERED GROWTH ACROSS THE COMMUNITY
This approach recognizes that cultural diversity and inclusion are vital to economic
sustainability and growth in Brookings and South Dakota. As such, it prioritizes
coordinating and supporting the development of business, entrepreneurship, and
cultural opportunities.
POTENTIAL ACTIONS TO SUPPORT THIS APPROACH
BUSINESSES AND ORGANIZATIONS CAN:
 Actively recruit diverse employees and develop support structures (e.g., affinity
groups) for them once hired.
o Several local employers already use affinity groups connected to race, gender, and
sexuality to help culturally diverse employees feel included.
 Develop creative ways to support diverse groups by sharing spaces and resources.
o Sharing spaces and resources are essential for recognizing diversity in the
community, especially across socio-economic status.
o For example, churches could partner with diverse leaders to create new spaces for
worship that reflect the community’s diversity of practices and beliefs.
 Increase representation of diverse persons on boards of directors and leadership groups.
 Organize a minority- or woman-owned business alliance.
THE COMMUNITY AND GOVERNMENT CAN:
 Support the creation of new small business opportunities and take steps to support ongoing programs.
o Current programs include pop-up and short-term business opportunities with the
farmer’s market, connecting with BEDC and the Chamber of Commerce.
o Future opportunities could respond to the needs of community members in
supporting new ventures.
 Support long-range planning for diversity and inclusion, with consistent feedback loops
for what is working and what needs change.
OTHER POSSIBLE ACTIONS:
 And other actions…
POTENTIAL TRADEOFFS TO THIS APPROACH:
 Recruitment is a complex process, and sustainable support structures require time and
effort to build.
 Trainings may not adequately address inequalities and systemic exclusion for
marginalized communities.
 Protection for marginalized communities is an important foundation for creating spaces
for inclusion-centered growth. This requires collaboration with law enforcement.
 Many of these actions require collaboration from institutional agents, which may sideline
community allies and advocates.
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